mon experiences, and may have vastly different expectations of the workplace. These experiences and expectations can affect workplace health and safety. the age of retirement, so Veteran nurses are less likely to be assigned direct client care responsibilities. As a reward for their hard work, Veterans currently hold senior-level leadership positions; thus their power cannot be dismissed. Veterans value loyalty and the chain of command (Duchscher & Cowen, 2004) . During the Veteran era, bureaucracies promoted efficiency and production and provided a clear division of labor. However, these organizational structures are currently at odds with the values of many nurses in the contemporary work environment. Empowerment at the bedside is imperative. Client and employee safety depends on nurses' critical thinking skills. These finely honed skills must not be stifled by rigid policies.
BABY BOOMERS
Baby Boomers were born in a world that had just experienced two global wars (LaDuke, 2001) . Mothers stayed at home, fathers worked, and children were prized. Life was comfortable and held great purpose (Weston, 2001 ). An unknown author said, "We spend all our lives trying to recreate our youth." Subsequently, many Baby Boomers crave stability and dislike change. Expect changes in workplace policy to be viewed with suspicion and disdain by this generation, even when changes could benefit the health and welfare of Baby Boomers. Like Generation Xers and Millennials, participatory leadership style and coaching versus exerting authority, are more attractive to , Baby Boomers, Baby Boomers equate work with personal fulfillment and self worth. They invented the word "workaholic" (Pekala, 2001, p. 32) . Baby Boomers push themselves to the limits both physically and mentally. They often lack realistic views of their prowess, endurance, and stamina, and thus are at risk for physical and psychological stress and resulting illnesses and injuries. The large number of Baby Boomers in the nursing ranks, as well as the fact that this generation is expected to work beyond traditional retirement (Duchscher & Cowen, 2004) , demands attention. Long shifts will become increasingly difficult as this group ages, and work-related strain and sprain injuries are a major concern.
GENERATION X
Generation X grew up with selfimmersed (Duchscher & Cowen, 2004) , workaholic parents (Pekala, 200 I) . These latchkey children (Cordi nez, 2002) learned early on to depend on themselves and their peers for security (Duchscher & Cowen) . Generation X experienced the trauma of their parents' rightsizing, downsizing, and layoffs after years of dedication to a company (Cordinez, 2002) . Subsequently, Generation X lost faith and trust in the workplace. Not surprisingly, this generation is described as alienated, skeptical, cynical, anti-institutional, nonconformist, and individualistic (Filipczak, 1994) .
Values derived from these early life experiences are evident in the way that Generation Xers approach work. They are unimpressed with authority, less willing to make sacrifices, determined to manage their own time, and desire minimal supervision (Duchscher & Cowen, 2004) . They appreciate flexibility in scheduling (e.g., a short Friday in exchange for the night shift their Baby Boomer supervisor was dreading).
THE MILLENNIAL GENERATION
Those born during the early part of the Millennial generation are now entering the nursing ranks. Millennials are in high demand, hard to recruit, and even harder to retain. To retain this group, organizations must focus on education. Millennials view education and life-long learning as the key to success (Gerke, 2001 ). This group typically prefers lateral movement rather than promotion through the typical nursing hierarchy. Education and skills are viewed as security. Security for Millennials is not about stability; it is about career satisfaction from mastery of new challenges (Duchscher & Cowen, 2004) .
Management File
In contrast to Generation X who grew up with self-immersed (Duchscher & Cowen, 2004) , workaholic parents (Pekala, 2001) , parents of Millennials participated in a whirlwind of activities centering on their children's lives (Murray, 1997) 
WORKPLACE EXPECTATIONS
Veterans and Baby Boomers embrace structure and detailed processes. Generation Xers and Millennials, on the other hand, focus on outcomes. The latter generations view the regularly scheduled meetings desired by Veterans and Boomers as "busy work." These groups prefer to meet on an ad hoc basis when there is an urgent need. They prefer brief meetings and speedy decisions. Scheduling additional meetings to further discuss issues is considered unreasonable. Generation Xers and Millennials expect meetings to focus on solutions to problems. A positive aspect of this view is a decrease in nonproductive time. Nevertheless, the present chaotic health care environment mandates dedicated time for interprofessional communication to prevent accidents and injuries from spiraling out of control and placing workers at risk.
Baby Boomers are fiercely competitive and want to be valued. Material gain, promotions, titles, corner offices, and reserved parking are evidence of their value to the organization (Gerke, 200 I) . In contrast, Generation Xers and Millennials are uninterested in corporate ladders. They seek excitement and balance in the workplace and will walk away from too much work or stress (Maynard, 1996) . Both Generation Xers and Millennials look to Baby Boomers for mentoring and leadership, thus Baby Boomers must role model workplace safety practices.
Generation Xers seek balance in their lives. They "work to live, not live to work" (Zemke, Raines, & Filipczak, 2000, p. 21) , in stark contrast to Baby Boomers who make work their lives. Their purported lack of work ethic is the cause of much concern by their Baby Boomer supervisors (Filipczak, 1994) . Nevertheless, Generation X is uniquely suited for the current workplace that holds no promise of stability and every assurance of change (Neil, 1997) .
Generation Xers are mobile, well-educated, techno-intellectual "gold-collar workers" (Zemke, et al., 2000, p. 105 ). This generations' loyalties lie with the nursing profession rather than an organization. They prefer employability over employment and do not expect to spend a significant number of years with anyone institution (Weston, 200 I) . These values are not well understood by Veteran and Baby Boomer supervisors who view frequent job changes as lack of loyalty and commitment. Generation X demands the health care industry's full attention (Duchscher & Cowen, 2004) .
Like their Generation X predecessors, Millennials prize balance and flexibility. Effective leadership styles include collaboration and relationship-oriented leader-ship rather than autocratic leadership. It is speculated that MiIlennials will work better with others and "play by the rules of the game" (Murray, 1997, p. 40 
